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ABSTRACT
This study assessed workplace counseling and its impact on employee performance in public sector. The study was conducted in Babati Town council, focused on examining three research objectives: the extent organization provides counseling services to its employees, to assess the effect of workplace counseling on work performance and to assess the usefulness of workplace counseling on employee performance. The study used qualitative data collection and data analysis approach,  used interview to gather information from administrative staff and non administrative staff.  A total of 54 respondents were involved. The findings revealed that workplace counseling was only provided after problem emerge, and the reason for that is public organizations do not have professional counselors, budget constrain and also because of lack priority from top management regarding counseling services to employees. It is noticeable that Human Resource Manager and Heads of Department are responsible for counseling services and employees receive counseling mainly in disciplinary matters, organization change, challenges on accomplishing organization goals and problems related to performance. Also revealed that, workplace counseling improves employee performance, the justifications from respondents were as follows: it helps employees to change their behavior, it reduces complaints and violence, it is a source of motivation, it creates better relationship between employer and employees and it helps organization attain its objectives. Few respondents did not found workplace useful because the organization does not provide counseling for personal or family problem of an employee which can affect employee performance. Staff shows preferences for internal workplace counseling and in public sector organization, trade unions such as CWT and TUGHE offer counseling to employees. 
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This chapter focuses on the information related to problem under the study. It consists of background of study, statement of the problem, objectives of the study, significance of the study and the scope of the study.
1.1 Background of the Study
Counseling in one form or another, has been taking place in various organizations since the early 1900s’Carroll (1996).  Counseling service provision in these organization take the form of either  in –house counseling, where counselors are also employees of the organization or external provision  where Employee Assistance Programme provides counseling Carroll(1997). The evolution goes through 4 historical period’s Alcoholic promotion/suppression, informal paternalistic intervention, Internal employee assistance programs and external employee assistance programs .Alcoholic was integrated into the early America workplace as it was intergraded into all aspects of America colonial life. Concerned about problems created by alcohol, impaired workers grew as per capita alcoholic consumption rise dramatically between 1790 and 1830 Rorabaugh (1979). By the end of nineteenth century awareness of alcoholic related accident within the country increasingly, mechanized industries combined to suppress the open use of alcohol in the workplace. Then concentration shifted from alcoholic consumption by all workers to the problems of small number of workers for whom alcohol continued to produce significant impairment in productivity and health Lavine (1978). Informal Paternalistic Intervention: during this period the first significant effort of the organization was to help individual’s employees resolve alcoholism and other personal problems that may weaken performance. These efforts were informal policies that encouraged alcoholic- impaired employees to sign a pledge of abstinence involving themselves in temperance groups or to undergo period of care in an inebriate home or in inebriate asylum Baumhol(1991). Internal Employee assistance Programs: During the 1950s companies such as Consolidated Edison, Standard Oil of New Jersey and America Cyanamid extended their alcoholism programs to also cover employees that were experiencing mental health problems. This marked the beginning evolution of workplace assistance programs (Presnall, 1981; Roman 1981; Steel and Trice, 1995).

The vital event in this progress was the establishment of an Occupational Programs Branch within the National Institute on Alcohol Abuse and Alcoholism (NIAAA) in the early 1970s.Will Foster and Donald Godwin pushed the position with NIAAA , that work intervention should not be focused on alcoholism but on the broad spectrum of behavioral health problems encountered by employees. External Employee Assistance Programmes: NIAAA funded Occupational Programs Consultants (OPC) whose responsibility was to organize Occupational alcoholism programs in business and industry. The rapidly evolving philosophy that guided the OPC led first to a shift in emphasis from Identifying alcoholic problems to Identifying employee performance problems, and then to a transition of these programs from Alcoholism Intervention programs to  employee assistance programs.  Occupational Alcoholism Programs helped companies to identify troubled employees and support them through the process of recovery and return to work (Trice& Schonbrunn, 2003). This transition focused more on behavioral health problem (Roman, 1981; Wrich, 1974, 1980). After the period of Internal Employee Assistance Programs, the trend was from placement of programmes within a company to a practice of contracting for such services from local or national behavior health organization (Oss& Clary, 1998). A large number of community based agencies and proprietor owned organization moved themselves in the delivery of Employee Assistance Programs and contribute to the rise of new local and national organizations specializing in the delivery of contracted Employee Assistance Programs.

The growth of Employee Assistance Programs has been quite phenomenal. The number of companies with formal occupational alcoholism programs rose from handful in the 1940s to approximately fifty in 1959 to more than 175 in 1965; three hundred new EAPs were initiated in the early 1970s. By 1997 most fortune 500 companies had established formal employee assistance programs Sciegaj, (2001). In 1998,the number of employees whose companies offered Employee Assistance Program was approximately 48.3 million, 78% increase over the number of employees covered in 1994(Oss & Clary,1998).  Recently survey indicate that more than 97% of companies in America, over 5000 employees offer employee assistance programs for those need professional talk over personal or family issues. Even 75-80 percent of medium sized and smaller companies make EAP available to employees Hoyt (2017). In Tanzania, counseling is still at its embryonic stage. There is no a professional body responsible for this. For quite sometimes permeation has been the approach used in training counselors in the country. Focused professional training in counseling has therefore just started only at two universities. Tumaini University College and University of Dodoma have degree in counseling Mnyanyi (2012). Apart from  graduates of  these  two  universities,  there are others few  counselors   trained  abroad, especially in the United  Kingdom  and United State  of America.  Experience  shows that  there  is  a vacuum when  it  comes  to  counseling  services  at   most of workplaces  in  Tanzania. This vacuum is often filled up with miniature services by individuals not trained in counseling Kainumula (2009). The vacuum in counseling at workplace in Tanzania may have main implications for management. Counseling at work is not a priority, no specialized services are put in place and no structures are considered.

Organizations management does not relate workers motivation and performance with counseling services to workers Mnyanyi (2012). Counseling at workplace is currently erratic and more of an event rather than a process. Managers and administrators sometimes  finds it  difficult to  separate their  managerial  roles of  being  disciplinarians and punishers  from  counseling. In some cases, this challenges the relationship between managers/ administers with work facing problems. Managers and administrators tend to advice instead of counseling workers. In other cases, workers get counseling support from Trade Unions. In Tanzania, every workplace with at least 20 workers must have a branch of legally constituted trade Unions of Tanzania, Mnyanyi (2012). These trade unions provide counseling services as part of keeping them united and also as a strategy of exerting pressure on management. In such cases, trade unionism and radicalization of workers usually overrides counseling Mnyanyi (2012).

1.2 Statement of the Problem
Employees encounter personal and workplace problems, which leads them unproductive McLeod (2008).Employees do experience problems at workplace, these problems would be concerning with various factors such as working environment condition, conflicts and disputes, stress, discrimination, sexual harassment of women and poor communication between supervisors and subordinates Kapur (2018). Challenges  in  the  workplace  are inevitable and this  calls  for  the  need of  various  organizations  to  involve  proper  workplace  counseling services  and   programmes  in  order  to  improve employee  performance .Therefore it is important   employees and employers to discuss job related as well as personal   problems in order to reduce various challenges and problems that can be avoided (Husain & Rosli, 2008).  

The main areas that lead to stress amongst employees are financial worries, work overload, achievement of target, family issues, and health problems and in appropriate time management Kapur (2018). When an employee experience stress, certain kind of attitude and behavior display such as anxiety, irritability, sadness, anger, frustration and defensiveness Kapur (2018). Masi (2004)found that 18% of employees are affected by personal problems and this can reduce their productivity by25%.Majority of life is spend in workplace, as such workplace related variables have impact on psychological health (Athanasides & Gough 2001).In  order to diminish negative impact of stress on employees and improve productivity, workplace counseling is highly recommended Arthur (2000).  Although such findings have contributed substantially to the literature of employees problems and the importance of workplace counseling, their findings may not be applicable to other countries such as Tanzania, and considering the need for public organization to have productive workforce, it is therefore the purpose of this study to assess the effect of workplace counseling and employee performance at local government authority, specifically in Babati Town Council as case study.
1.3   Research   Objectives
1.3.1 General Objectives
 The general objective of the study is to assess the influence of counseling at workplace and employee performance at Babati Town Council. 
1.3.2 Specific Objectives
a.	To examine the extent local government authority provides   counseling services to its employees.
b.	To assess the effect of workplace counseling on work performance.
c.	To assess the usefulness of workplace counseling on employees performance.

1.4   Relevance of the Study
 The findings of this study benefit the organization considering that many  employees are facing family problems and work place problems such as poor  working  condition, stress, bullying and harassment. The findings of this study aimed to help management of public organization to formulate policies and strategies that will enhance the provision of workplace counseling. Furthermore, the study intended to influences the provision of workplace counseling in public the organizations. The results of this study serve as useful material references for various academic and non academic matters relating to workplace counseling within the country and even outside. 

1.5  Scope of the Study
Specifically, the study look on the assessment of workplace counseling and employee performance in Tanzania Local Government Authorities particularly Babati Town Council.
 1.6 Organization of the Study   










This chapter reviews various literatures for the purpose of providing on the concepts associated with workplace, workplace counseling and performance. The review also includes classification of counseling theories, critique of the theories, models of workplace counseling and benefit of workplace counseling and empirical literature. It also reviews publications such as journal, books and websites in regards to the subject matter.

2.2 Definition of Terms
2.2.1 Workplace
Workplace broadly refers not only to physical setting, but more importantly a network of relationship and interaction among staff, organization, job, system, interrelationship and intra relationship (Cheng, 2010). In this study it means that, an area where employer and employees, perform their duties and responsibilities in order to accomplish organization objectives.

2.2.2 Workplace Counseling
Workplace counseling is the provision of psychological therapy for employees of the organization Mintz (2014). Counseling at workplace comes as a panacea to solving personal and work related worries. The need of workplace counseling arises due to various reasons in addition to stress. These include  to do  deal  effectively with  one’s own emotions, interpersonal problems and  lack of  team spirit  at  workplace,  inability to meet job demands, over workload, confrontation with authority, responsibility and accountability, conflicts with superiors, subordinates and  management, health  problems, family problems and career  problems. Adetayo (2013). McLeod (2001) in his study  of workplace  counseling, settle for a  definition of counseling as  an  activity  that  is voluntary  chosen by  the  client, is  an  activity  that is primary intended to  bring  about  change  in area  of psychological/behavior functioning (e.g. Emotional, difficulties, relationships, self esteem, symptoms of depression or anxiety, work functioning, substance misuse, and absence from work.

Hughes (2015) defined workplace counseling as an employee support intervention that is usually a short term in nature and provides an independent, specialist resource for people working across all sectors and in all working environment. The counseling process is about giving employees a safe place to talk about issues that trouble them, and allowing the counselor to help them find their own solution to problems or better ways to manage issues. In this  study, workplace counseling is  the process  which  involves assistance and guidance from employer to its  employees in  order solve their personal problems, work problems ,to change  their  behavior, increase  performance and build good  relationship  between employer  and employees.

2.2.3 Performance
Performance is defined as behavior that accomplishes results Armstrong (2014). Behavior emanates from the performer and transforms performance from abstraction to action. According to Krause (2005) Performance refers to the degree of the achievement of the objectives or the potentially possible accomplishment regarding the important characteristics of the organization for the relevant stakeholders. Gruning (2002) defined performance as the ability of the company to achieve goals, i.e. meet expectations, and therefore influenced by results in a wider sense, but also by corresponding goal setting. In this study performance is the ability to perform a given task according to the standards established by the organization. In organizations there are targets set by top management in order to meet its objectives, when employees achieve target that is when their performance is measured.

2.3 Ethics in Workplace Counseling
Counseling in the workplace not only contents with the full range of ethical issues emerging from counseling in general, but also must deal with full set of ethical issues emerging from within the organization in which counseling takes place (Carroll& Walton, 1996). Several ethical dilemmas arising from workplace counseling have been raised in the literature such as confidentiality, the incompatibility between the organization aims and the aims of counseling, loyalty of the counselor and managing different roles with the same client (Carroll& Walton, 1996).Confidentiality is essential in any counseling or support services. 

Clients need privacy and confidentiality in order to be sufficiently open and honest to make counseling worthwhile Shea & Bond, 1997). The issue of confidentiality is difficult to achieve within an organization than it is for external provider Tehran (2019).Boundaries between workplace counselor and supervisors are essential. The maintenance of effective boundaries helps to ensure that, the services operate within ethical constrains counselor professional bodies Tehran (2019).Counselors are responsible for setting and monitoring boundaries throughout the counseling sessions and will make explicit to the clients that counseling is a formal and contracted relationship and nothing else Armstrong (2019). Several difficulties in making ethical decision in workplace have been raised. Workplace counselors have largely an individualistic bias when assessing and working with the clients Tehran (2019). The dependence of the counselor on the organization for resource and status creates a potential for overt conflicts of interest to arise to disadvantage of client, counselor or organization (Shea & Bond, 1997). Another ethical dilemma for workplace counselor’s centers around their loyalty when they might take stance of an employee against the organization (Carroll & Walton, 1996). This situation becomes more challenging for internal counselor than who is employed by the organization than external counselor who provide services to employees and send feedback to the management in order to maintain good relationship between employer and employees and to increase productivity. 

2.4 Impact of Workplace Counseling to the Organization
2.4.1 Improve Employee Performance and Increase Productivity
Carroll & Walton (1999) posits that stress and anxiety results in illness, depression and decrease in job satisfaction thus leads to decrease in productivity.  Nahuniddin & Sotivitydage (2013) Offering formal counseling sessions to stressed employees help them feel valued and enable them to identify the cause of their problems, hence help employees to increase production. Coles (2003) further states that, the person who receives a better counseling will perform better and achieve desired results for the betterment of the organization. Mcleod (2001) in his research found positive relationships between provision of counseling and workplace benefit and organization that ignore the welfare of employees through counseling may suffer reduced productivity. Counseling helps to increase staff morale, boost confidence and self esteem and improvement in productivity and efficiency Tendai, (2013).   

2.4.2 Strengthen Work Relationship 
Behavior of employees take a substantial part within organization in making good relationship Makinde (2008). According to Cole(2003) Workplace counseling opens up communication between staff and employers and encourage frank discussion. Oher (1999) solving personal problems, retains quality staff and gives management greater knowledge of how satisfied they are organization provide support to its staff, by solving their problems, staff will be engaged fully in the company and also strengthen relationship between employer and employee.

2.4.3 Reduce Absenteeism
Personal and work related stressors by employees can result in substantial cost to employer in the form employee absenteeism. Workplace counseling provides services to assist employees with behavior health issues, personal concerns and work related problems that impact employee absenteeism Wood et al, (2017). A study done by McLeod (2001)  found that after counseling work related symptoms returned to normal in more than half of all clients and sickness absences was reduced by over 25%. A study done by Willingham (2008) estimated one million workers miss work each day because of stress, costing companies an estimated $602 per employee per year. Absenteeism is to blame for health related loss of productivity in business. The study also shows that a healthier counseling can cut absenteeism, and capable to make potential and vibrant employees. Absenteeism in Tanzania is also reported as a chronic and serious issues because it undermines productivity and services  delivery in various institution Mgonja(2017).Generally public and private employers in various counties have undertake various initiatives to deal with workplace absenteeism. However, most of these initiatives are mostly like to give temporary solution to the problem such as salary embargo and transfer Mgonja (2017).

2.5 Theoretical Review
According to Gelso (2006) Theory can be a thought as statement of testable relationship that may exist between and among a set of variables associated with a phenomena. There are many theories or approaches adopted by counselors. Different Scholars on counseling may emphasize certain theories and ignore others. (Corey 2005) .Among those theories include behavior theory, cognitive theory and family theory which are related to this study.

2.5.1 Behavior Theory 
Behavior theory is based on the belief that behavior is learned. This theory was developed by William Glasser, B. F. Skinner and Albert Bendera.  Behavior therapy has its beginning in the early 1900s and become established on psychological approach in 1950s and1960s Spieglar (2010).  Behavior theory originally referred to procedures that change the consequences of behavior such as reinforcement and the stimulus conditions that elicited behavior (such as physical settings). However, behavior theory sometimes is used as a generic term to refer to any procedure that modifies behaviors. Behavior theory deals with the client’s current problems and factors influencing them. Emphasis is on specific factors that influencing present functioning and what factor can be used to modify performance Miltenberger (2008).
The major goal of behavior theory is to help clients with psychological problems, example of psychological problems include anxiety, depression, interpersonal difficulties problems with sexual functioning Spieglar (2010). To eliminate  maladaptive behaviors and learn more effective behavior, to identify factors that influence behavior and find out what can be done about problematic behavior  and to encourage clients to take an active collaborative role in clearly setting treatment goals and evaluating how these goals are being met Corey(2009).  

However, this theory (behavior theory) provides counter arguments to these point  of criticism, for example  the  theory  is  focusing  too  much on  target behavior  and not sufficiently  on the  whole  person  or  developmental  factors,  and  behavior therapy is  seen focusing  much on changing an individual behavior it  does  not attend sufficiently to variety of environmental  and  social condition. Behavior theory may change behavior but it does not change feeling. Some critics argue that feelings must change before behavior can change Corey (2009). This theory is applicable because behavior of an employee has direct relationship with performance. Behavior such absenteeism, or late coming , failure to complete assignment, can affect the performance of an employee, but through workplace counseling, counselor will identify the reasons  for such behavior and find solution, in order to help an employee.

2.5.2 Cognitive Theory
In the 1960s, psychotherapist Aaron Beck developed cognitive theory. This counseling theory focus on how people thinking and feelings can affect their behavior Spieglar (2010). Cognitive therapist focus more on their clients present situations and distorted thinking than their past.  Cognitive behavior therapy has been found in research to help people with a number of mental illnesses such as anxiety Spieglar (2010). Cognitive theory perceive psychological problems as stemming from commonplace process such as faulty thinking, making incorrect references on the basis of inadequate or incorrect information Corey (2009). Individuals tend to incorporate faulty thinking which leads to emotional and behavior disturbances. It is also based on the rationale that the way people feel and behave is determined by how they perceive and structure their experience Corey (2009). The major goal of this theory is to help clients seek out their faulty beliefs and minimize them Corey (2009). 

The strength of the theory is that it looks at thoughts process which were ignored by others psychologists especially behaviorist. Process such memory, attention and perception have been studied as they have an effect on our behavior and it is also useful in helping people to improve their behavior. The weakness of this theory is that, cognitive process does not take account other factors that may affect behavior such as genes, individual experience, biological experience and even chemical imbalances. This theory is applicable to this study because behavior of employee has positive relation with performance. For instance stress, notion of inferiority complex and perceived discrimination, these behaviors can affect employee performance and organization productivity. Workplace counselor can provide a plan of action in order to reduce or eliminate these behaviors in the work environment.
2.5.3 Family Theory
Family systems theory was developed   in the late 1960s by Murray Bowen after years of research into family patterns of people with schizopherenia who were receiving treatment and patterns of his own family Sharf (2012). Bowen’s theory of family systems is based on the ability to differentiate individual own intellectual functioning from feelings. This concept is applied to the family process and the way that individuals project their own stresses onto other family members. Bowen examined the triangular relationship between family members such as the parents and child. How individuals cope with stress put on them by the way the family members’ deals with their anxiety is an important issue Sharf (2012).

When there is a stress between two people in the family,  they may be likely to bring another member in to  dilute the anxiety or  tension which  is called triangulation( Bowen, 1975).When family members are getting along and are not upset, there is no need to bring a third person into an interaction. The goal of the theory is to help families reduce their general stress level and find ways to help family members to become more differentiated and meet their individuals needs as well as family needs (Kerr and Bowen, 1988). To help family members gain awareness of patterns of relationship that are not working well and to create new ways of interacting Corey(2009).To deal with the problem of communication among family members, power struggles crisis situations in family, helping individuals attain their potential and enhance the overall function of the family Corey(2009). The strength of this theory is that it as recognize that individual’s problems do not exist in a vacuum and that the family members contribute to each other functioning. The theory had some criticism is that; it tends to ignore individual dysfunctions and focuses on interaction between family members, rather than concentrate on a person’s problems. Family systems therapists took at the family’s responsibility for the problem.  This  theory is  applied  to this  study  because   many  employees  are  faced  with  family  problems such divorce and separation, financial problems, domestic violence, and concerned about children which have positive relation with daily  activities or job  performance. Workplace counseling services will assist employees to cope with their personal problems and perform their responsibilities effectively.
2.6  Models of Workplace Counseling
Various models portray the tasks and roles of counselors in the workplace Carroll (1996). The discussion will include models which are related to this study of workplace counseling and its effects on performance.
2.6.1 Internally based Model
A part time or full- time counselor, or in some instant a team of counselors are employed to work with employees. The counseling services can be part of an already existing department or an independent unit Carroll (1996). Internally counselors are important also because they have high  knowledge of  employees and  challenges  within the organization, so it  easy to  provide counseling to employees  in  order  to  increase their performance  and  meet  organization vision. The counselor advices not only on current issues affecting productivity, but on the impact of strategy on human resource (Summerfield& Oudtshoorn 2000). The strength of this model is the counselor can notice any challenge and find solution immediately The weakness of this model is that, the counselor can be more subjective in his assessment and may get involved in politics of the organization. It is also more difficult to maintain confidentiality of employees problems, employees may be worried about the leakage of their personal problems. This model is relevant to this study because majority of staffs (88.9%) preferred internal counseling due to fact that it is easy to solve problem immediately and counseling within organization is a source of team building.
2.6.2 Externally based Model
Externally based models of counseling are those counselors brought in from outside the organization. Usually in the form of an Employee Assistance Programme, they are administered and organized from the outside.  Externally based models  of  workplace counseling have increased over  past  decade and it  is anticipated that  they  will  continue to increase Carrol (1996). External counselors  are  problems solvers to employees  challenges  and also adviser to  the organization   on how to  handle their  employees in order  to  change  their performance and  increase  production. The strength of this model is that the counselor is not bias, the counselor works for both management and employees and provide guidance or recommendation accordingly. The weakness of this model is that, the counselors may not adapt easily individual companies and also may not understand the culture of the organization. The counselor may not be flexible on what they offer and may not have had experience of workplace counseling, not all counselors offer quality services to employees, if the mistakes  occurs while choosing the counselors, employees problems will not be solved and the organization will not meet its objectives.  Once the external counselor has been in place, there is no monitoring of quality and there few changes are made (Summerfield& Oudtshoorn 2000)This model relate with the study considering that minority  of staffs (11.1%) at Babati Town council preferred external counseling because of privacy , concentration and calmness while receiving counseling outside the organization.
2.7 Empirical Literature Review
2.7.1 Empirical literature review Worldwide
McLeod (2010) conducted research with the objectives of finding the effective of workplace counseling or Employee Assistance Programme (EAP) in United Kingdom. The paper presented the review of 34 studies and the researcher used interview as the method of data collection.  The  findings on this study on workplace counseling showed  that  counseling  was consistently   successful  improving  the  symptoms  of   short  term  psychological difficulties  such  as  anxiety, stress  and  depression. The studies reviewed showed that up to a 60% reduction absenteeism rate. Counseling also has positive effect on job commitment; work functioning, job satisfaction and substance abuse.  The findings clearly indicates  that  the  number  of  employees experiencing symptoms  of  stress  at  work is increasing  and  workplace  counseling is  effective in  reducing these symptoms. The recommendation of this study  is ,that more highly-quality research is required in order to reinforce the evidence base for workplace counseling .The study strength is that it focuses on the  importance of EAP, which most  of  organization  ignores  but the weakness is  that , the findings  of  the study only focuses on European countries. This research is related to the study because it focuses at employee performance in relation to the workplace counseling.  A study done Jindal (2014) about EAP in workplace with the purpose to study the needs of Employee Assistance Program in today’s scenario and its process and adoption of EAPs by companies in India and analyze the services being offered by EAPs Service provider .The study is primarily based on secondary data, data being collected from news paper, articles and website of the companies offering Employee Assistance Programmes. Also primary data was collected by means of semi structured interviews on telephone with organizations which offer EAP services. The results were as follows, majority of  employees  don’t  take counseling  in positive sense thus  more  efforts  are needed by  organization to change their perception  for successful adoption of EAP, by  putting posters and sharing  case studies with them. The Indian companies introducing EAP faces mental roadblock. 

Most  of  employees  have perception that only mentally  sick  people go to counselor while practically counselor help to develop their  skills and  to  solve  their problems thus companies  make a  lot  of  effort to convince employees to attend sessions. The organizations in India especially the private companies have also realized importance of Employee Assistance Programme and adopting the same order to have competitive workforce. The Indian Government has a long way to go for EAP services in comparison to EAP services being offered by Government in USA and Canada. The recommendation of this study is that, the Government and India companies should provide training and education to its employees on the importance of EAPs. The study  helped  to  identify the perception  of  EAP  among  employees and also the development of EAP on private companies than Government organization, but the study  had  the  following weakness it  did  not  relate with employee  performance  and it  not specify the  accurate  number  of  employees  involved rather than communicating with  organization that provide EAP and  using information  from  news paper  articles and  websites from companies offering EAP.

2.7.2 Empirical Literature Review in Africa
Research done by Shumba (2017) in  Zimbabwe  with  the purpose of  examining whether  workplace counseling is a remedy of burnout  experienced by  operational NGO employees,  with the  sample size of 30 participants took part in the  study .The research was qualitative in nature and used grounded theory to analyze data. The findings of this study showed that 100% participants   viewed workplace counseling as the best method to treat burnout. Participants interviewed also pointed that identification of specific burnout symptoms needs psychosocial support which could be offered by counseling.

Also research result indicates that burnout affects negatively operational NGO responding to humanitarian emergences resulting to diminished accomplishment; reduce efficacy, absenteeism, physical illness, reduced commitment and professionalism. Workplace counseling is viewed by participants as a solution to burnout, participants interviewed pointed out that counseling through relaxation techniques such as imagery, meditation and breathing skills can treat burnout. The results also indicated that some of workplace counseling services offered by organization were generic and at times were done by perpetrators of burnout which can be more harmful unlike counseling services offered to employees in countries such as America and Britain where employees receive professional workplace counseling. Furthermore, the findings point out that, workplace counseling also offers a long term motivation through utilization of making work more meaningful through among other things such as, job rotation, job enlargement, job enrichment and delegation. The first key recommendation is that workplace counseling should be provided by NGO’s to employees as the remedy for burnout that employees are experiencing. It is also recommended that workplace counseling process and procedures be used on counseling theories concept from cognitive behavior theories in order to deal with issues of maladaptive and negative behavior that promotes burnout. The strength of this study is it has shown that workplace counseling is a remedy for workplace problems .In contrast of this research is that the sample size was too small and the researcher did not link burnout and employee performance  .The  findings of  this  study has direct   relationship  with  this study because  of the  importance of  workplace counseling on employees mental  health  as well  as  job  performance.

Furthermore,  a study  done by Sangweni (2006)  in South  Africa  with  the aim of investigating the functioning of Employees Assistance Programmes within the  Public Services with  the emphasis on their effectiveness and best practices with regard to their function. The researcher sample size was 2790.A total of 680  respondent provided their  inputs in response to questionnaire that  were distributed for  the purpose of the  study while nearly 200 personal  interviews and impact assessment were conducted. Also a total of 20 focused group discussion and a number of workshops were held in order to obtain detailed information about EAP’s  and their function within  the  Public Services. The researcher use situational analysis to tool while analysis the data. It was found that not all departments have developed and implemented policies on EPA’s, EPA’s that are either non-existent or play a limited role in a department, while being reactive in the manner in which they operate in the workplace. Employees in national department and Gauleng provincial department are generally satisfied and with the services that are rendered EPA’s while in Kwazul-Natal, Western Cape, Mpumalanga and Northern Cape, respondents indicated lower level of satisfaction with the programmes providing employee assistance in the workplace. It was also noted that full time and part time employees attached different level of satisfaction to the functioning of   EAP’s. In this regard- full time workers indicated lower of satisfaction with EAP’s than did part time workers. This could be ascribed largely to the fact that full time employees are more dependent on their co-workers to provide services for coping effectively within the workplace for a longer period of time.

There was very little differences between the ratings of EAPs provided by members of different population groups although the African population group attached a high importance to effective functioning of EAP’s in the workplace. This  could be  to  the  fact that  such  workers within transforming department  and growing  number of  work stress, necessitate a higher level of support  in order to  cope  effectively within the workplace. The recommendation of this study is that the management should improve support to Employees Assistance Programme, providing sufficient budgets and resources, improving communication EAPs to affected employees and ensuring their confidentiality. Transforming EAPs into wellness centre, as well as provide services by EAPs and wellness centres such as inter alia, risk management, awareness and education programmes, counseling and support and training.The findings of this  study  has direct relation with study because it focus on  public services employees, but it did  not relate the availability of  EAP’s with the performance of  employees.  Not only that, but the research done by Akoth (2014) with the objectives of exploring the factors influencing the uptake of counseling services at workplace in Nairobi. The researcher used descriptive research design, the study focus on main campus, Kabete and Kikuyu. The research population was1310 staffs and the sample size of 86 staffs. The researcher used both qualitative and quantitative approaches for data collection, and used SPSS (Statistical Package for Social Scientist) for analyzing data. 

The findings of this study showed that , the majority of staff in the organization would utilize workplace counseling services if implemented at the University of Nairobi, which the  majority indicating they would prefer out-house counseling over in-house counseling. Majority of staff indicated that workplace counseling was important services for the institutions. In term of benefits of workplace counseling in the University of Nairobi, the results showed that majority of staff agreed that workplace counseling had benefit. These benefits includes, promoting good working environment for staff and assisting staff to develop effective coping skills and personal well being. The study sought to identify the barriers to implement workplace counseling at the University of Nairobi. Accordingly to staff, the barriers included the lack of exposure and motivation of counseling, fear of being laid off in case of shared information leaked and  lack of qualified personal counselors. The recommendation of the researcher stated that Training should include educating the staff on coping with stress or handling stress. This sensitization would assist destigmatising issues of psychological stress in the workplace, secondly workplace counseling services at the University of Nairobi and lastly HR department should conduct a needs assessment in all departments, colleges and schools of University of Nairobi in order to identify staff issues and workplace problems which would be addressed by workplace counseling policy. This approach would show the different challenges and issues facing staffs in each of colleges and department. The strength of this study is that it has identified the   importance of workplace counseling and the researcher has provide advice on Human Resource department regarding the assessment of employees needs in order to solve their challenges.

The weakness of this study is the study it only focuses on factors influencing implementation of workplace counseling without considering its effects on employee performance. This study is applied to this research because it the big focus is workplace counseling which is needed by employees to perform their work effectively and efficiently.  Furthermore, study done by Dookroom (2014), with the purpose of understanding how African employees access workplace counseling services, centered on a multicultural work dynamic in South Africa. The study was essential qualitative in nature, the sample size was selected from entire population of 335 of employees. The researcher used qualitative analysis and the findings were as follows: there was clear distinction between how social problems were managed and treated from an African healing perspective as compared to Western counseling perspective, clients who operated from African world view faced challenges in communicating their problems to Western professional as they were unable to label problems in a manner that would be understand fully and clearly to the therapist. African clients lack of confidence and non preference of English language created confusion and mistrust towards Western Counselors’, hence they expressed their needs for counselors belong to their own ethnic group. The recommendation of this study states that, in order to improve Western counseling environment and create more meaningful counseling experience and also indigenous healing and Western practice needed to work alongside and not against each other to create positive changes in counseling. Mnyanyi (2012) did a study at Open University with the purpose of examining the practice of counseling at workplace, the researcher view that, in most workplace in Tanzania, there is a vacuum in counseling activities. 

The vacuum is usually promptly filled up with managerial actions, trade unionism and personal effects towards individualism which is merely advice and not counseling. In most cases, workers consult trade unions leaders on issues like fringe benefit, remuneration and felt oppression or repression by the management. Workers have very few professionals’ counselors to go for guidance and counseling. There are few professionally qualified counselors at workplace in Tanzania because, it is at embryonic stage. The recommendation of this paper stated that: A professional body for counseling should be developed and charged with a responsibility off setting and safeguarding standards in the profession. A policy and legislation on counseling at workplace in the country should be put in place .These should be stipulated clearly when and how counseling should take place at work. Workplace to establish integrity Committees and that, one or more of the committee members should be trained counselors so as to improve their counseling potential. Distance education can be used in various forms to train counselors for workplaces, both for short term and long term programmes meant to gloom counselors capable of professionally guiding and counseling workers can be developed. The strength of this study is that it shows a clear picture on counseling service at workplace in Tanzania, but it did not show how many organizations where involved is this research. The findings of this study have direct relationship with this study, because of focusing on availability workplace counseling in the organization in order to improve employees performance. 
2.8 Research Gap










3.0 RESEARCH   METHODOLOGY
3.1 Overview 
This chapter covers various and different   instrument   which will be used by researcher in data collection. It covers   the research design, area of the study, target population as well as sampling techniques and sample size. It also involves instrument of data collection, data collection technique, as well as data analysis.
3.2 Research Design
Research design is defined as framework of methods and techniques chosen by the researcher to combine various components of research in a reasonable logical manner so that the research problem is efficiently handled. It provides insights about how to conduct research using particular methodology (Bhat,2019).The research design creates a logical link between the research questions and methodology and allow the reader to gauge the  validity of the research finding( Polit and Beck 2013). A case study research design was used in this study. The case study design was used because it is less expensive in term of money and time compared to other research design such as survey design or experimental design. The case study is adjustable in data collection.
3.3   Area of the Study
The study was conducted at Babati Town council. The council has 11 departments and 5 sections. The case study area was chosen because of the ineffectiveness and inefficiency among workforce in the delivery of public services to the community.
3.4 Population of the Study
Population is defined as complete set of cases or group members from which sample are taken Sanders (2009). According to Festinger (2005) Population is all individuals of interest to the researcher. With regard to this study research population comprises of all (173) employees of Babati Town Council. Comprising heads of department and heads of sections and staff members who are working within the Council headquarter. 

3.5 Sample and Sampling Technique
3.5.1 Sample




Purposive sampling:  is a sampling which does not afford any basis for estimating the probability that each item in the population has of being included in the sample. In purposive sampling the samples are picked by the researcher with specific purpose in mind. In this method only the subjects that, the researcher thinks are suitable for the study and meet the requirement of the study are selected as sample (Wisidagama, 2014). The researcher  used  this technique to select 54 respondents, with experience not less than two years. This is because of their knowledge and experience, so they will provide the right information. Also the technique is quick and less time consuming.
3.7 Data Collection Technique
3.7.1  In Depth Interview
In depth interviews are qualitative data collection method that involves one to one engagement with the individual. In depth interview can take place face to face or some cases over the phone (Steber, 2017). In depth interview was conducted for all staff members who have more experience at their workplace. The reason for this is because they have knowledge about the challenges within Babati Town Council. For this factor it is possible to give the exact information regarding workplace counseling.
3.8 Data Analysis Methods
The researcher used qualitative analysis. Qualitative data analysis is the range of process and procedures whereby we move from the qualitative data that have been collected into some form of explanation, understanding or interpretation of the people and situations we are investigating (Sunday, 2010). The researcher used content analysis. Content analysis is the procedure for categorization of verbal or behavior data for the purpose of classification, summarization and tabulation (Sunday, 2010).
3.9 Credibility, Transferability and Ethical Consideration
3.9.1 Credibility
Credibility is defined as the quality or power of inspiring belief. Credible sources therefore must be reliable sources that provide information that one can believe to be true (Coates, 2011).Credibility essentially ask the researcher to clearly link the research  study findings with the reality in order to demonstrate  the truth of the research study findings (Lani,2019). In ensuring credibility the researcher employed the following technique: The researcher used interview method during data collection to staffs from different departments including education, trade and finance, internal audit, human resource, economics, livestock and fisheries, agriculture and irrigation, land and natural resource in order to get accurate information. Interview crates open and honest answer because staffs explain clearly on what they observe. The researcher also used theoretical triangulation in order to relate the study findings and counseling theories such as family theory and behavior theory. Family theory recognize that individual problems are associated with family problems which related with study, basing on the fact that employees are faced with family and personal problems which affects their performance. Cognitive theory which focus on how people thinking and feeling affect their behavior such as inferiority complex, stress and perceived discrimination. These habits affects employees performance, but can be changed through counseling.
3.9.2 Transferability
Transferability refers to the degree to which the results of qualitative research can be generalized or transferred to other contexts or settings (William, 2006). Transferability is established by providing readers with the evidence that the research study’s findings could be applicable to other contexts, situations, times and population (Moran, 2019). The research was conducted at Babati Town council with the sample size of 54 staffs. The researcher used interview method during data collection. The results revealed that Human Resource Officer with coordination from Head of Departments provides counseling to staffs. Employees receive workplace counseling on how to improve/manage team work, disciplinary matters, organization change, and difficulties on accomplishing organization goals, workplace relationship and problems related to performance. Workplace counseling improves staffs performance and increase job morale which mold them, to be committed and engaged in the organization. Basing on these findings, this study can be transferable to different organizations or institutions for the benefit of staffs, management and individuals.
3.9.3 Ethical Consideration
Kothari, (2004), recommends that the research has to be careful to avoid the causing physical or psychological harm to respondents by asking embarrassing and irreverent questions, threatening language or making respondent nervous. The researcher asked permission from the relevant authorities and letter granting to allow the researcher to carry out the study. The researcher ensured that there was confidentiality of information provided by the respondents. In addition the researcher ensured anonymity of participant’s identities. Before interviewing, respondents were informed the purpose of the study and the way the results will be used for.
CHAPTER FOUR

4.0 DATA PRESENTATION AND DISCUSSION

 4.1 Overview
This chapter presents the findings and discussion of the results obtained from Babati Urban District, on counseling and employees performance in public organization. The presentation, analysis and discussion of the data collected in this area based on the three research objectives. To examine the extent organization provides counseling service to its employees; To assess the effects of workplace counseling on work performance; To assess the usefulness of workplace on employee performance. 
4.2 Characteristics of the Respondent
The demographic characteristics of the respondents in this study include sex, education, age, department and work experience to in order understand their knowledge of respondents.
4.2.1 Sex of the Respondents
The distribution of respondents based on sex, show that majority of the respondents were males 34(63%) and only 20(37%) of the respondents were females. The findings imply that Babati Town council has great number of male staffs than female staffs. This is because at Babati Town council, there are categories of work which are performed by more males than females such as, land survey, livestock and accountancy. 






Source: Field data, September (2019).
4.2.2 Education of the Respondents
The study revealed that most of the respondents had Bachelor Degree (51.9%). Other respondents had the level of Diploma (37.0%), Masters (9.3%) and Secondary education (1.9%). However none of the respondents identified to be possessing non formal education since all participants had attended school.  The academic qualification ranged from secondary to Masters, with most (28) participants having first degree, followed by 20 participants having diploma indicating that participants have different degree of expertise. These participants, who are competent, understood the notion of workplace counseling and provide correct information concerning workplace counseling and employee performance. The level of education helps staffs, to have great understandings, therefore providing precise information.







Source: Field data, September (2019).
4.2.3   Age of the Respondents
The findings show that majority of the respondent 24(44.4%) employed at Babati Urban District are between 31-40 years of age followed by 17(31.5%) of the respondents were between 41-50 years of age, 8(14.8%) respondents were between 18-30 years of age, and 3(5.6%)  of the respondents were 50 years and above .The findings clarifies that a lot of youth staff participated in this study between the age of 31 and 40,and few participants were elderly. This is because ministry of labour, employment, youth and disabled, most of the time recruits people not less than 45 years in public organization. In that case most of participants were knowledgeable enough and could understand the issue of workplace counseling. 








Source: Field data, September (2019).
4.1.4 Departments
The study involved different departments, including department of Education, Culture and Sport, Administration, Agriculture and irrigation, livestock and fisheries, Trade and finance, Land and Natural Resources, Health, Human Resources, Economics and Planning Statistics and Monitoring. In this study most of respondents came from department of education (16.7%), followed by department of administration (14.8%), agriculture and irrigation, land and natural resources ,livestock and fisheries and Trade and finance (11.1%), while few respondents  from other department because of few employees and response of the staff. The researcher engaged staff from different department in to get insight on how heads of department provide support during work challenges.
4.2.5 Work Experience of the Respondents
The findings revealed that 5(9.3%) of the respondents had an experience of 1-5 years, 23(42.6%) had a work experience of 6-10 years,14 (25.9%) had experience of 11-15years, 6(11.1%) had work experience of 16-20 years, and 6(11.2%) respondents had experience of 21 years and above. The findings clarifies that majority of staff at Babati Town Council had work experience of 6 to 15 years and others had work experience of 16 to 21. This means that majority of participants have been in the organization for long time and have knowledge of work problems, for that reason they would provide exact information basing on their experience.

Table 4.4: Work Experience of the Respondent
Work experience 	Frequency 	Percentage







Source: Field data, September (2019).
4.3 The provision of Workplace Counseling
The study revealed that 31 of the respondent claim that workplace counseling is normally provided when problems arise, while12 (22.2%) of the respondents said that workplace counseling is provided at low level or very little,6(11.1%) of respondents said that, the services is not available and 5(9.3%) said that workplace counseling is provided frequently. This implies that workplace counseling is provided only after problems emerge and the organization doesn’t consider counseling as important services to its employees. These findings relate with Itika (2015) which states that Local Government Authority has been focusing on building the capacity of technical and managerial staff, to set standards for staff and services in order to improve performance and ultimate service delivery.

The findings of this study are contrary from Carroll and Walton (1999) which shows that more than 75% of medium and large organization in Britain and North America making counseling available to their staffs. This implies that Organization take care of employees for the betterment of the organization, unlike Tanzania organization which provide counseling only after problems arise. In United Kingdom counseling has been taking place in various organization since the early 1900s’’ Carroll (1996). The author also revealed that workplace counseling in United Kingdom is on the increase. More and more organizations both private and public sectors are paying counselors to work with their employees. The study by McLeod (2001) also shows that over the last twenty years, provision of face to face, confidential counseling for employees had became one of the major ways in which both public and private sector organization have delivered staff support. A variety of models of workplace counseling have evolved, ranging from external contracts (EAP), provided by large commercial firms able to offer not only therapeutic counseling but also financial advice and telephone helpline. The reason for dissimilarity is that Workplace Counseling (EAP) is an emerging service in Tanzania (Shah, 2016) while it had already started in Europe and America since 19th Century.
4.3.1 Level of Provision of Workplace Counseling
Furthermore, the respondents were asked, the reason for provision of workplace counseling in such level; their views were as follows; Most of public organization, do not have professionals’ counselors and that is why Human resource Officers and heads of departments counsel employees.  Lack of priority is among the reason for low provision of workplace counseling, public sector organization do not consider workplace counseling as important issues for the employee performance, organizations  mainly concentrate on its strategic plan to be accomplished without considering workplace and personal problems of its employees, which have direct relationship with their performance.  The findings relates with the study done by Barden(2004) which states  employers tend to concern themselves with things that are visible as opposed to those things which are not visible  as in the case of emotional problems which counselors are trained to deal with. Employers are more concerned toward manpower planning and the drive for growth and earning, without putting the wellbeing of their employees Barden (2004). Budget constrain among public sector organization, also influence the low provision of workplace counseling. Counseling especially external counseling requires a lot of fund, for instance, travelling cost, stationery, venue cost, and allowances for employees. For these reasons, organization cannot afford such costs frequently. The findings of this study concur by the study done by Sangweni (2006) who state that lack of leadership and management commitment and insufficient budget has proven to be the reason for ineffective implementation of workplace counseling or Employee Assistance Programme in public organizations.
4.3.2   Responsibility for the Provision of Workplace Counseling
The study wanted to know who is responsible for providing workplace counseling. Respondents replied that, Human Resource Officer, with coordination from Head of Department is responsible for providing workplace counseling and other institution such as CWT (Chama cha Walimu), Talgwu (Tanzania Local Government Workers Union) and Tughe (Tanzania Union of Government and Health Employees). The study also revealed that for department of education; education officer and head teachers are responsible for providing workplace counseling for education matters. These findings coincide with Summerfield and Van Oudtshoorn (1995) as they viewed personnel and human resource managers as the ones who have workplace counseling skills integrated into their roles. This gives them credibility to offer such services. A study done by Omoegun et al (2018) shows that 78% of respondents felt that counseling is an important Human Resource function, while 22% disregard on the importance of employee counseling as part of Human Resource function. But these findings mismatch with Makinde (1983) who acknowledge that workplace counseling is an integrative process between an employee who is vulnerable and requires assistance from counselor who is trained and educated to give such assistance. Human resource Officers normally are engaged in recruitment, training, setting performance standards, human resource planning and disciplinary issues .Their main focus is to make sure an employees work according to rules and standard of the organization. Public organizations should have professional counselors, who will provide counseling to employees on how to deal with their personal challenges as well as work difficulty in order to meet organization objectives.
4.3.3   Counseling on Work Related Issues
The study, wanted to identify on what work related issues in which employees receive counseling. The findings show that employees received workplace counseling on disciplinary matters, organization change, challenges/difficulties on accomplishing organization goals, how to improve/manage team work employees, workplace relationship and problems related to performance. The findings imply that employees only have counseling related to work problems and not personal or family problems. Also these results show that management acts quickly to provide counseling when changes occur in order for employees to adapt those changes accordingly, and also provides disciplinary counseling in order for employees to act correctly according to the rules of the organization and bring to an end bad behavior. The discovery shows management value work relationship and team work which is important for the betterment of the organization in providing quality services to the community. The findings relate with the study done by Matthewman (2008) which states that workplace counseling  is provided to the following work related issues; poor performance, disciplinary, managing change relationship at workplace, career change, workplace bullying and harassment and retirement.
4.3.4 Approaches of Workplace Counseling
The psychological counseling at workplace can be provided by either internal or external services. An external service (out house service) is a way of outsourcing the counseling services from service Provider Company. In house services are delivered by personnel employed by the company. (Lee and Gray, 1994). It terms of counseling approach, 48(88.9%) of the respondents preferred in house counseling services and 6 (11.1%) of the respondents preferred out house counseling. The findings of the study show that in house counseling is most preferable by employees than out house counseling. McLeod (2001) examined the research on the utilization of internal and external services, and found that, the reason for preference of internal counseling  by organizations is the control over the services and management of the information which provided by the counselor.

The study wanted to establish the reasons and what method the respondents prefer in counseling.  For those staff that preferred in house workplace counseling they respond by giving the following answers. It is easy to solve the problem immediately because the counselor is within the organization and knows working condition of the organization. This means that, the counselor face the reality of the problem and give advice accordingly. The counselor gets closer to staff frequently and assess their problems which make employees comfortable and increase productivity and internal harmony. Counseling within the organization is source of team building among employees because it will encourage them to perform their responsibility effectively as a team and achieve organization objectives. For those staffs that preferred out house workplace counseling they responded by providing the following answers: They prefer confidentiality, this means privacy for what they are facing within the workplace, and the counselor should not expose theirs secretes especially when personal problems are source of poor performance. The concentration and calmness will be higher out than within the organization because there will be no interruption of work activities. The counselor within the organization sometime may work for the benefit of top management and not for employees, for such reason not all problems will be submitted to the employer unlike external counselor who is not bias, will provide intensive counseling and also advice the organization accordingly on how to deal will employees problems such turnover, absenteeism and poor performance. 
4.4 The Effect of Workplace Counseling on Employee Performance
Regarding on the effects of workplace counseling, all employees 54(100%) agree that, workplace counseling improve their performance. This means organization should take workplace counseling as priority and not optional, and it also implies that, employees are in need of workplace counseling for them to perform their tasks effectively and provide high quality services to the community. (Porter, Bingham and Simmons, 2008) justify that counseling enables workers to explore alternative solution with greater health and well being, resulting in better working performance. A study done by Public Service Commission (2006) in Kenya which showed that employees in public services have always experience psychological problems and other challenges at workplace; this resulted in the delivery of poor or inadequate services. The effects of gender relation, harassment at workplace, effects of retrenchment at workplace and retirement have great impact on the performance of employees. Counseling was therefore recommended for employees experiencing these problems. The study also wanted to know how workplace counseling improves their performance, and their reactions were as follows. Firstly, it  reduce stress among employees and make them concentrate on their work and increase production; secondly the performance of workers always depend on peace of mind, harmony and readiness, so provision of workplace  assist employees to improve their performance. Also they responded that the provision of workplace counseling  increase their job morale hence transform their performance and lastly it encourage them to be committed and engaged because of support and care they receive from top management. 

These findings accord by a study done by (Tuvulla, 2017) which showed that 76.9% of employees improved their performance after counseling, also discovered that, workplace counseling increase morale and productivity, increase loyalty to the organization, positive work attitude, decrease absenteeism and reduction of sickness absence. Nyasha et al( 2013) stated that employees have high respect  for the role of workplace counseling because it reduce the absenteeism, grievances , hearing and dismissal. A study done by (Husain and Rosli,2008) showed that  over 90% of employee who have used Employee Assistance Programme or workplace counseling are highly satisfied, level of job commitment, work functioning and satisfaction rise .Helps to alleviate the symptoms of stress, anxiety and depression , level of sickness absences are reduced by 25-50 percent after workplace counseling. Employee Assistance Programmes produce positive clinical change, improvement in employee absenteeism, productivity, and turnover and savings in medical disability or workers compensation claims (Attridge& Amaral, 2002; Kirk 2006; Mcleod 2001).
4.5 Usefulness of Workplace Counseling
The researcher also assessed on the usefulness of workplace counseling, the study revealed that 43(79.6%) of respondents agree that workplace counseling is useful while 11(20.4%) they don’t agree. The findings imply that workplace counseling is important, and organization should provide counseling frequently. Respondents had different opinion on the usefulness of workplace counseling. For those who agree that workplace counseling is useful, they responded by giving the following reasons. It helps employees to solve their problems related to their job by sharing their difficulties with their heads of department, it reduce complaints and violence among staff. It helps to change employee behavior, it is a source of motivation to employees because of support they obtain from the organization, and it creates better relationship between employer and employee and between employees themselves, employees become confident while performing their activities and it helps the organization to attain its objectives, plans, and goals because of committed employees.

These findings concur with research finding of McLeod (2001) who state positively that counseling helps to reduce symptoms of anxiety and depression; improve mental health, lower levels of sickness and increase job satisfaction and commitment. Carroll and Walton (1999) also sate with assurance that offering counseling sessions to stress employees help them feel valued, and enable them to identify that the causes of their problems. Counseling also helps them to increase staff morale and boost confidence and self esteem and improvement in productivity and efficiency. For those respondents who did not agree that workplace is useful, their views were as follows: In workplace, workers always complain about their low wages, family and personal problems, sadly organizations do not consider as serious problem that affects their performance. The organization mostly concentrates on some of workplace problems and has nothing to do with personal and family problems. According to Oher (1999) solving personal problems retain quality staff, gives management greater knowledge of employees and how satisfied they are. This results in improved staff morale, efficiency and reducing absenteeism, turnover and grievance. 








5.0 SUMMARY CONCLUSION AND RECOMMENDATION

5.1 Overview
This chapter presents the study summary, conclusion and recommendation of the findings based on three research objectives analyzed, presented and discussed in chapter four. The explanation is provided about the study as follow:

5.2 Summary of the Study
The study attempted to investigate on the effects of workplace counseling on employee performance for public sector organization with the case study of Babati Urban District .Three objectives were settled to provide the point of reference for the discussion. This includes; 
i.	To examine the extent organization provides counseling services to employees. 
ii.	To assess the effects of workplace counseling on work performance and 
iii.	To assess the usefulness of workplace on employee performance. 

The study was guided by three theories; Behavior Theory, Cognitive Theory, and Family theory. Also two models; Internal based moved and External based model. The findings revealed that Counseling at workplace was provided only when problem arises which implies that  public sector organization do not consider counseling as crucial for employee performance .Human Resource Officer with coordination from Heads of Department are responsible for counseling employees and for case of Education, Head Teachers and Education officers are responsible for providing counseling to teachers.  The findings also disclose that employees received counseling on the following work related issues; disciplinary matter, organization change, work relationship and problems related to performance. Furthermore 48(88.9) of respondents preferred in-house counseling and 6(11.1%) of the respondents preferred outhouse counseling mainly because the counselor knows the working of the organization and can provide counseling accordingly.  All 54 of employees agree that workplace counseling improve performance. This means that employees need counseling and organization should take workplace counseling as priority. For the case of usefulness, 11(20.4%) of the respondents, didn’t find counseling useful because it only concentrate of work problems and not personal or family problems.
5.2 Conclusion
The findings show that staff had a positive attitude toward workplace counseling. The study therefore declares that staff at Babati Urban District are longing for workplace counseling. However the results show that workplace counseling is normally provided after arise of the problem. Staffs show preference for internal workplace counseling, this is supported due to the fact that when counselor is within the organization, can solve the problem immediately and counseling within the organization is a source of team building among employees. Human Resource Officer is responsible for providing workplace counseling and  public sector institution such as CWT (Chama cha Walimu Tanzania), TUGHE ((Tanzania Union of Government and Health Employees), and Talgwu (Tanzania Local Government Workers Union) offer counseling to employees when facing problems such as poor working condition, low salary and labour disputes. Employees receive workplace counseling on the following work related issues; disciplinary matter, organization change, difficulties on accomplishing organization goals, workplace relationship and problems related to performance.  In terms of counseling and work performance, all employees believe that workplace counseling change their performance, but for the case of usefulness of counseling at workplace ,minority of the staffs didn’t find it useful because counseling at workplace doesn’t focus on personal or family problems of the employee, which can also affect their performance. The study conclude that Local Government should not concentrate only on its strategic plan on providing quality services to community, and but also should monitor employees problems, including personal problems which have impact on their performance.
5.3 Recommendation 
Based on the findings of the study, the researcher makes the following recommendations;
i.	Local government should prioritize workplace counseling, by preparing enough budgets which will meet the demand of employees.
ii.	 Local government should hire well trained counselor for counseling in the workplace, instead of Human Resource Officer for counseling as well as appraising staffs.
iii.	Workplace counseling should not focus on workplace problems only, but also should consider personal and family problems of employees.
5.4 Limitations of the Study
Despite the crucial findings of this study, there some difficulties that acted as challenges to accomplish this work .Firstly, Lack of knowledge of workplace counseling. Few respondents had knowledge of workplace counseling, so the researcher had to explain in order for them understand and to get correct information. The researcher also had to explain the usefulness of the study and how they will benefit from study. 

Secondly, interviewing respondents, the researcher frequently had to remind and make follow-up on respondents. Mostly of respondents were busy with council meetings, others were traveling for more than a week, so I had to wait. But the researcher succeeded to interview all respondents.
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INTERVIEW GUIDE FOR EMPLOYEES IN BABATI TOWN COUNCIL
Dear Respondent. I am a Master Student at the Open University of Tanzania undertaking   an academic study on the Impact of workplace counseling on employee performance in Tanzania.
Your response will be treated confidential and used for only academic purpose. Workplace counseling is defined as the implicitly about helping people to discover better ways of dealing with personal problems both at home and work. 
Section A: Respondent Information
1 Personal particular






Section B: The scope of provision of workplace counseling
2. To what extent does public sector organization provide workplace counseling?
I.	Very Little
II.	Frequently
III.	After arise of the problem
IV.	No services at all
3. Why do you think public sector organization provides workplace counseling in such level? ...........................................................................................................................................................................................................................................................................................................................................................................................................................
4. Who is responsible for providing counseling at workplace?
……………………………………………………………………………………………………………………………………………………………………………………
5.  The provision of workplace counseling is mainly based on what kind of work related issue?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
6. If you were to choose workplace counseling, what approach would you prefer?
I.	In house counseling services  ( within the organization)   (   )
II.	Out house counseling services(outside the organization)  (   )

7. What is the reason for choosing the above option?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
Section C: The effect of workplace counseling on employee performance
8. Do you think the provision of workplace counseling will improve your performance?
I.	Yes          (     )
II.	No           (     )
9.  If Yes, explain how? and If No explain how  ………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
 Section D: Usefulness of workplace counseling
  10. Do you think the provision of workplace counseling is useful?
I.	Yes        (    )
II.	No         (    )
11. If Yes please specify………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
12.If No please specify………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………



